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A Behavroral-Decision Theoretic Approach for Computerized d

Man-Job 4-latching .systems ,2

The labor market is very dynamic in nature and there is a rontinnou:.

flow of workers into and out of the labor force. Even within the labor

force there is a steady change from the employed status to'the unemployed
4

- status and vice versa. Among the categories of workers that contribute

to .'n increase in the -ize of the unemployed labor force, persons who hove

Just entered the labor force but have not yet. Found job:: contribute the

largest proportion.

In his review

major factors that

of the literature, Dalal (1969) synthesized eieht

affect the abllitU of a worker to find emtloymeat:

1. availability of jobs in the. labor market and the level or econpmic

activity. %

P. the availabillify of information on the labor market.

3. the worker's age, sec arid/ race.

4. the worker's

the worker's

skill and education.

financial resources nd fruitily a.re;pota., ibi I i5 .

> (T

6. the worker's asp)ration lev41.

7. the worker's motivation.
.

t
.R.' th)p worker's occupational iii-e vew,caplifical mobility

I
. l

These Cactors are not, independent of .each other. They are closely-rel4fg
A

.

and complicated nature of their relationship makes the study or the

job search problem more difficult.' While all of the abov% factors piny

.

an impoitant part in determining. a workee:ossearch behavior, perhaps the
1

second factor plays a much more important role than one would antieipate.

J
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. The 'relationship between the number or inrormation channel wed and'ille

zs.leces in 'finding a job has been shown to be positive (aeppard ?Ind
S

1/4

Belitsk, 1966). sometimes workers tend to confuse th6lack of nvnitnbility...
I4O, 4

of jobs with the lack of.information oilthe jobs. The study by :41eppard

and Belitsky showed that about 85% of the unemployed blue collar workers

registered with the employment service in Erie, Pennsylvania used s

.sources. of information about jobs the-employment service, eompnn., hirinr

gate, friends and relatives, -and newspaper advertisements. 'This r;ndinv.

13 consistent with the findinur; of" an earlier stud,, by Parnes (1454) on

blue collar workers concernint sources of inrormation about lobs.

Mayers and .Shultz (1951) note that for most of the worker;; strceggrul

in finding new jobs aftr tayoff, thei'e was a lack of..alternatives to

compare. The workers' behavior seemed to be a rational adnptatro or

the pircunistanees as they saw them. -Wilcock and Franke (1963) reported
pos

that.displaced wOrkers-who had been laid oft' diq/not have detailed know-
$

.

. ,

led?e of the loftl labor markests. The w kers did not know Jr the Slobs
.

for whidli they might qualify were fewe''b

of the job market, howev )r vague or distort

)
the' looked for jobs.

plentiful. Their perceptiom

influt:ncd'd the wu)s.in which

/. Given that most

detailed information

worlth'rs involved in the job search process rack

which liould enable them to bet4er utiljhe their

time and effort, the field is fertile for uge of a sy4em which

greatly enhance the job search capability of the individual wOrkrrg
1

at the same time,. be of use to prospective kployers seekin ertain

types.of workers.. It seemn plausible that

O

nn mpIqmPnt

would

and?

6
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pUblie or private, could be of trememdoys potential use in thin area, par-

ticularly if their operations involve a computerized system .for avnlIntinv
s

Job requirements and worker qualific6tions. One of the primary tiCsk.: or

employait services is the determination and recommendation or those

interviews betWeea job candidates and employers with job Openings that

are likely to result in mutually satisfying employment agreement (Holt

and Huber; 1969). The computer can effectively consider an

amount of information in a vend short period of time:'
.

In ract, the application of computer technology to the area or labor
. C ,

.-market placement problems has received increased attention over the part
a _ .

L; .:several ayeara, with broader and better utilization of the omputel- ire .

. .

this area.envi:Aoned in the not. too distant future.
3 Howt

:

rer, the vrrePtive-

.

ness of such operatini, systems-has riot AAleiently beeri delineaten tic, .

I

complement the current enthusiasm concerninc their use.
. .

The outvrowth f further empi-rienl.researeh effort in this urea,
4

however, could be the une by the compUter of decision models apprbximatiny

,
those of the persons involved which would allow it to consider an abdndanee

I
of information about many alternative jobs and cEindidates, theoretically

.

resulting in interview pairings which would be.better than those that would

result from manual file searches. In addition, Holt. and Huber sucgest &et

"the optimum distribution of effort among computers and people should enablt .

each of the candidates to concentrate time consum10 intervlewa on "

, the
. relatively small number of promising va'canciese and each of L emplo4ers

.

.

similarly to ihterview a relative y nuMbr of promisinv candidates

(Holt and Huber, 1969; -p._57h).

. 7
10'.
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Indeed, the interest of both the employer and the job candidate

would be served due to the fact that work organrzations tire interested

in better understanding the process of organizational choice to achieve

more optimal results from their recruiting activities, particularly thme

concerning college students.- There i,s also a concern for helpine the

1
, prospective employee to understand his organization choice pioeess so

that he can more effectively choose from among the job opportunities
4

which are desirable to him. In the present -day lnbo market, employvt.:.

are faced as much with the problem of successfully.recruitinu froM the

r,*

restricted sup ply. of available technical, professional, and skilled per:.otu:

as they once were with selecting these same types from u
-

. .

more abundant supply. For this reason, a more thorough understandinr

or the organliational choice process, from the point of view.or the irtai-
4.

victual in the process of selecting an organization, is necesseri.
5

On reviewink, the indastrial Social psychological. literature, one

finds that the impetus t o the study of the organizational choice process

femme with Vroom's (1964) presentation of a theory, f prererFnces and ehoieetl
, ...

famong ouXcomes. According to Vroom, the force in elitirec.tion olat
:. .

.

.

particular decision is a fuactia IF the sum or the multipthntiv(9m-

bination of the valendeSof decision outcomes (goal objeetS) and the
.4

expectan6 that a particular.dtcnion will leadito the occurrence or the,

ottcomc, where "the valence of an-outcome to a person is h monotoniniky
. .

, ..
.

/ .

increasing function of the Algebraic
,

sum of the products of the valences

. ,k . .;, . -, lik t
v

of .alloother outcomes andltis conceptions or its instrumentality for the
. 4 '!" .

.

4
N

1 , c'attainment of these outcomes, (Vroom,' 1964; p. 1'0 '; .
. . I,, .

,
.

.
. 1 .

. (
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Pieterlr Hundert, and Be r (1968) utilized

predicting acceptors 'and ;eje'tors or a single pan,y's job orfrr. An

oom's formulation in *1?

inaex or attractiveness-of the chosen and re jectedkcompany offer.; were

.--... t,

calculated bycsumming the produrcs of valence of job gals and "attructive-

1
ness" of the companies .on t.oNe job coals. Iri 86% of e Cases tge indcX

of.attractivenOL (sum of products in importance and a cacti yeller..) .

(.4
hither roe the accepted than Ccr, the rejected orgnniaXion. Thin Andy

0

thu.: provides support fee Vropm's Inatrumentality-roal propAeion-or the

relAionrhip between job preferences an dork eouln.

.

.

Similar riesults were obtained in a study of job preference prediction

by Huber, Daneshcar, and leora (1971.) in which a model incorporniing the
. 8

ptoducts of importance of a job rector times the rndividual's
s

utility or satisfaction with some level of that f'a'ctor relative to the

other levels of the same factor was shown to be a more consiAent pre-

dictor'of job pilligference than was an utiweighted m However, just
%

the opposite of this result was found w Zheard (19 0) who _used

model involving only the sum or the instrumentality ratlines of job factors.

One pONible explanation for the-faklureof the instrumentality-vulem4
.

goal model to provide improved predictiOn over the s i mp I erInstrumentality

sum suggested in the aeard (1970) study is that the coals of:the,nubjects

involved (who were college stiAdents) were not well enough established and,

integrated by the individuals,to.provide a meaningful influence upon

preference among types or organizations. This could also be an explanation

ror,the Huber, et.A. (071) and Pieter: ;, et.al. (l968) studies. It may

II

;-
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be that thi's phenomenon of importance of work goals failing to inflneni.e
, .

,C ie
overall Valence for jobs is not uffique to college students who me considerine.

prospe ve types of organizations in whiqh to work. The criterion men:.ure

in the Sheard (1970) study was anticipated job satisfaction by wokine Iry

particular types, of organizations. One of the car rion meatures in the

Huber, et.al. (1971) study was perceived satisfaction with H teachinr.job

havAinc certain characteristics. lit a study by Ewen (1967) an eieht point

measure of the importan6e of the components of the job were multiplied

by satisfaction with those components. Correlations between the wei,/hted

and ulweighted totttls correlated .99 with each other. The we pro--*

cedure did not pfov,ideN.an improvement over the sum or the satisraqpons

with the job. A similar findine is "reported by Mikes and Hulin.(190i).

In this study the prediction of turnover of female orrice employees wns .

riot improved by the inclusion.of importance as a multiplier or :utt.i3raction

with elementa of the job. All these reseafch findings imply thnt riirther

tests of the instrumentality goal hypothesis -under similar conditions' in

an organizational context is needed before greateraLreement e aAmon!
V

. can be obtained.

Admittedly, .i.e relationship between job ca:luidates' perceptions or

the inducements offered by the prospective employers and their expectations

of rewards tb be derived from the job itself need further inVestieation. .

The correspondence between the individual's need set and the orvanizntion's

reinforcer system (satisfkction) is an integral' part or a theortical

framework by parwis, England, acid Lofquist (1964) which attempts to

explain and ultimately predict an individual's' adjustment to the work pinee.

10'
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Thefy posit that work adjustment is a functikrof employee sativfaction

as well as satisfactoriness, which they d e as the organization'is
e

evaluatioq of the individual's work bebavior.in terms of performance.

'atisfactoriness is assumed to be a function of the correspoadence between

the requirements imposed by the task on the job and the abilities p41;.;ei;sed

by the employee (Jchwalr and CummingsiolgrO. Empirital testine,of thiu

hypotnesiswith newly hired workers would possibly add insight into the

man-job matching problem.

These datailed introductory remarks have served to illustrate and

emphasiz,e the number and complexity of items which have to be considered

in order to effect a "goody match between the- job and theworker.. The

considerations of both parties involved and their relationships supgest

a need forban efficient method .of coping with the decision: involved ill

effecting as near an optimal man-job match as possible. Inevitably, our

friend the computer appearg as a potential mechaOsm for "making order

out of what Js taken to be the chaos of fraetionalized and Informal ryows

of information about,jobs and job seekers (Kellog, 1967, p'. 71). Yet,

one must not become too overly optihistie about the effect that a computerized

man-job matching system can have. Indeed,, Huber and Ullman(1973)

a number of shortcomings associated with several functioning job bank

systems. Even though the computerized system would be an improvement

over a manual type operation, one aisadvantage of the computerized

system in that At results in a considerable information losu at.the same_

time. Four descriptions are needed ror the computergsystem: (1) a

t



description of the-candidate's qualifications, (2) a de<ription or the

eruployer's requirements
.

in term of candidate qUalifications, (3) ra dps-

cription of the job characteristic::, anti (4) a description or the candidate';

requirements in terms of job characteristics. information is usually lost.

in coding these descriptions for input into the computer, -e.c., new data

represented by,,anumber which could also represent other data, exvf.mtions

cannot be-codec4 and the information used is updated only periodic:illy.

In a sense, information is also lost in that the system output is ended

in binary form, i.e., all acceptable interviews are communicated to thy

parties involved or the agency ajis being eimally satisfactory, but in ract,
r

some acceptable interviews Tare better than others in terms of the fievinion-
..

maker's requirements.

A mujor improvement, which can be introduced in order to nolvd the

information lost by identifyinc interviews us simply acceptable or
c

unaccepttble, it the computation or a mi-.asure or interview merit which

in presumably monotonically related to (1) the probability"or u job orre4,

(;") the probability pf a job acceptance given an offer, or (j) some runction

of these two probabilities. For each candidaterjob pairing for which the

minimum requireMents of both parties :are natisfied, a measure or merit, is

developed which indicates.tathe computer, employment counselor, or the

paties themselves the relative fruliftilnens or the potential joh intfr-
,

views,

4 Conceptually, therWan optinial approach to the computerized man

job matching prolklem involvei; the floe or runetional estiffites of satis-

faetions (measured in terms or the candidate's evaluation of the job) am!



productivitles (measured in terms of the employer's assessment or the

candidate) and of probabilities of job offers and acceptances in the

matching procrams. Jeveral attempts at makint these concepts operational

have been undertaken (e.g., see Ford, Huber, and Gustafson, 1972; Huber,

et.al. 1971; Huber and Falkner, 1969) but much more research in needed

before significant breakthroughs in the optimum alloCation or personnel

is realized.. The present .:turfy reflects an attempt to develop a computerz.

assisted interview listdng system for use by consultants and placemvat

counselors of a placement service. The study involvithe design or an

experiment with control elements to investigate, two alternative methods
,. .

.

for providing these interview listings. The.two approaches are labeled

an first Leneration and second generatipcomputasized systems for identi-
:

fication purposes in the present study The independent variable:1 of

interest in the study were the level:; of (a) mathematicacomputer

programs, (b) measures of potential interviews. effectiveness, i.e., methods

or estimating probabilities and-utilities associated with a proposed

interview, and the interaction of (a) and (0 with regard to a variety

of dependent variables such as lenvth of job search, coit.of system ,

operations, perceived candidate satisfactions, etc. Job choice behavior

and job search .behavior or tiv subjects we're observed and were used-ft:: 9-

indicators of thp performance effectiveness of the two systems Involved..

Of particular interest is the improiiement, if any, of the second generation

sy$tem performance over the first generation system:

4e)

3.

c
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Since research of this .type 13 in its-early. staff:a tihis study must

be consddered.exploratory aneits findinfs tentaii,ve The s nfle hypo.

thesis for the study, then, was that the performance of the second

ceneration system would be sigeificantly better than the performance

the first gerration system with regard to the dependent variables atudiee.

'
EXPERIMENTALMETHOD

:Aibieets: The experimental subjects were all seekine prot4&;ionni employ-
,

ment inithe public schools. All 85 L.ubjectswereinexperieneed peron:.

just cOmpletine their bachelors or mw:ters deerees and were :;eekiop their

first teachinr jobs% All of the subjects were reef ::tared with tir

teacher placement bureau of a large univer21ty. The number of per : ;ori:;

on contacted were 200, but only 1:.'5 returned the first.-questiopnalre

described below and only 85 returned both a correctly completed fir!:i.

lnestionnadre and took a new teaching job. some of the subjects went into

gradtiate schools, entered the military services, Or did not take job:.

for other reasons not repo1ed. The Original 200 subjects contacted were

assigned to control and experimental erouRs of 100 subjectri each and were

used with the first generation and second veneration systems, respeetiv'ely.

Of the 85 subjects used in the study, 40 wete control subjeCt- and le, were

experimental subjecis.

Experimental Setting: Except for th differences in the first and second

.generation computerized matching systeMs to be described be10.41 in ail

other respects the operations of the teacher placement bureau were utiliAed

0

in both systems. Basically, the operations of the placement bureau

4n4olved the use of computers tki,ilake over :'000 placeMents a yuar roe both

A a

ft



recent and non-recent gradates

11

the university. 1,.:ach year over WO°

students and alumni, of which some .i).00 are active rmistrants, use this

particular bureau's services and over ;'000 administrators.seek advice and

Over 100,000 vacancies pe.ryear from all over the world have been reported

In recent years and some 24,000 :.ets .)f credentials eontaininc personal

ilta and references on the candidates registered have been sent out

which gives some idea of the size of the operation involved. An 1BM 360 v"

computer was wed to sulagest "acceptable" interviews to a consultant who

hen made final interview recommendations by adding or deletine interviews

the cor.uter lir.tinKs as appropriate. On the basis of the computer

employer:; received nomination notices indicating those candpates

.who met the mIng.um requirements for the jobs they had been matched.

Me candidates then made arrangement.; for actual interviewn with the

ez:.ployers.

Ar%ont tLe purpo.;es of the teacher placement bur tu, a :: stated in :4

r,cent annual report, were the followine:

14

1. To register, interview, and counsel with individual:: eckine
employment in the education profession and to recommend them

to appropriate employers.

2. To process job vacancies reported so that they cony be eatevorized

end distributed to interested And qualified job applicants as
expeditiously as possible.

3.
)

To act as liaspn or 'broker' between the job seeker and =Rimer
and to attempt to assure, whenever possible, that each positibn

is filled with the best candidate available and that each candi-

date receives maxima) opportunity commensurate with his ability."'

Internally, it was difficult to measure objectively to what dep.ree the

above functions were performed errectivtiLy and efricintly by the bureau.

15
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As a party external to the placement bureau operations, this author attempted

to objectively'ascertain how effective the functions were bt.ing performed

and to recommend, when possible, ways to provide the placemcnt consultants

with s more Useful computer output. The study reported here is tke renult

of part of that effort. It was hypothesized that the possible payoff::

associated with the performance variables shown in Table I would accrue

from the experimental or second generation computerized system. That is.

the dirferences in performance of the two systems would be in the d i recr- Er

tions indicated in Table 1. .

Insert Table 1 Here

'Procedure: Two types of information were, obtained from the subject:; using

questionnaires. The first type of information was obtained during the

initial stages of the subjects' jrb search, shortly after their registration

with the teacher placement bureau. This information concerned the like-
O

liheod of job acceptance which they ascribed to theAndividdal levels of

the job factors shown in Tpifile 2. This information Served a inputs to -the

/ r=
second generation system. The second' type .of information was obtained after

0

the subjects had terminated their job search process. It concerned the

subjects' perceived satiefactions with the job they had accepted and the

service provided them by the placement bureau. This information served as

the measures of performance against which the two systems were elmluated.

Not all of the subjects who returned the first questionnaire returned the

second.

16
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Insert Table 2 Here

The first type of informatibn was obtained by having each SUbject:

estimate for each level of each factor shown in Table 1 the posterior

odds ratio, PIA I C mn)/P(R I Cmn), in favor Of their accepting a job
.

it vas characterized by the nth factor at the mth level alone, where

P(A I Cmn) and P(R I C
mn

) are the posterior probabilities of accepting and

rejecting, respectively, ai alternative given that it has characteristic.

C. Subjects also estimated their prior odds in favor of acceptance vs.

rejection of a job offer, i.e., P(A)/P(R).

The second type of information was obtained by having each subject

evaluate, in terms of percent satisfaction, the job offer which he

actually accepted and the service he received from the placement bureau

in helping him find the type of job he desired. These measures were

recorded on a 0 - 100 scale.

The first type of information was used as inputs to the Bayesian

Odds Model, equation (1) (Ford, et.al., 1972), to predict the job choices

of the candidates.

P(A i C ) 5 P(cmu I A) p007
171

FIR null P(Cmn R) P(').

.17
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where C3 represents a particular five-element job profile or subset of

the possible 26.Cmn factor levels shown in Table 2 for the jth job.

Ideally, one would expect the posteriOr odds ratio P(A aj)/P(R 6.1),

to be highest for the job actually chosen by a candidate from among the

alternatives available to him. Equation (1) served as an integral part

of the second generation system. The posterior odds ration, P(A C )/

P(R C,), was converted into an index of interview quality for a proposed

interview pairing between a candidate and employer by recovering the posterior

probability of job acceptance, P(A C3), denoted here as the subjftt's

propensity to accept a job, from the odds ratio as shown in equation (2).

This information.or index of interview quality, Which was based on the

candidate's own preference model as described to us in the questionnaire

he completed, was made available to the experimental subjects involved

with the second-generation system.

P(A C ;)

1

1+ D(R Cam) /P(A I Cam) (2)

Both computerized systems in the present study were essentially

sequential file search systems. The first generation or con:trol system

had been useeby the placement bureau with which the subject's were regis-

tered and was such that job files and candidate files were searched to.

find "acceptable" matches between jobs and candidates. The second

generation or experimental system went a bit further in that it attempted

to determine the,'quality' of the matches resulting from the control system.
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This additional data concerning the quality of a particular match was

forwarded to each experimental subject which enabled him to do audltional

screening of the jobs referred to him, hopefully increasing the likelihciod

of him finding the "best" jots rather than here "acceptable" ones, based

on the implicit importance of the job factors to the candidate himself.

RESULTS

Job search and job choice behavior of the subjects were &served and

used to determine how well each of the two computerized systems effectively

served the needs of the job candidates registered with the teacher place-

ment bureau. Quantitative measures of the variables in Table I are

compared for both systems in Table 3. The comparisons between the mean

values of particular performance measures for both systems were made using

t-tests (cf. DuBois, 1965). Significance levels given refer to either a

one-tailed or twotailed distribution, depending on the nature of the

comparison. When other tests were used, that fact is indicated and the

tests are described.

Insert Table 3 Here

As seen from Table 3, two of the six between system comparisons are

in the hypothesized direction in favor of the second generation system,

namely, variables 2 and 5. The remaining variables show results in the

opposite direction. However, in none of the comparisons are the absolute

magnitudes of the values significantly different from each other. In fact,

the hypothesis that there was no difference between the outcomes of the

two systems with respect to the first four performance variables could

not be rejected even at the .10 level of significance using a t-test for

4
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comparison. In addition, the percentage.values for the last two per-

formance variables shown in Table 3 d; not differ significantly, even at

the 10 level, when the two systems are compared using a Chi Square test

for two independent samples (Siegel, 10%T.

Examination Of the results within the systems reveals that the subjects'

bean satisfaction with the jobs they actually accepted was significantly'

higher thin their mean satisfaction with ti* service they received from

the' placement bureau (p .01,for the second generation system an4p .05

for the first generation system).

With respect to the percedtage of vacancy notices resulting in contacts,

it.cannot help but be disappointing that for the subjects used in this

study, irrespective of the system with whith tley were involved, less than

eight percent of the vacancy notices which were mailed to the subjects

resulted in contacts, either in the way of scheduling an interview with

the employer or actually applying for the particular job. While the

percentage was slightly higher for the second generation system, the

anticipated larger percentage for this system did not result. One possible

explanation could be that subjects involved with the second generationv

system made little use, if any., of the additional information at their

disposal concerning the jobs with which they were matched. If the

additional information indicated that the index of quality for some of the

jobk was below some subjective cutoff point. in the subject's mind, this

would perhaps prevent him from further pursuing these alternatives which

would, in turn, result in fewer contacts for the second generation subjects,

"0
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t

whereas the subjects involved with the first generation system wv,p.o

probably pursue each alternative available to them since they did not

have the additional data to help them initially screen their alternatives.

Of the reasons reported by the subjects for not being interested in

a particular job, location accounted for 72% of the reasons in the first

generation system and 82% of the reasons in the second generation system.

This finding is interesting in that when the subjects registered with the

bureau they were allowed to specify up to fouv preferences for specific

locations if they had any. Since supposedly the matching algorithm considered

the minimum requirements specified by the candidate and the employer, the

fact that such a large percentage of the lack-of-interest reasr.Ans is

attributed to location is certainly unexpected and out of line. Of course,

if an individual did not specify any location preference, he received

pairings from all partc of the country which met all other requirements.

Yet, even many of these subjects indicated lack of interest due to loca-

tion which implies a preference of some sort that was not specified

earlier.

One of the questions that hat-to be answered is whether the slight

improvement in performance of the second generation system over the first

generation system in the two areas where'it occurred was worth the costs

involved. Expenditures for computer time and other miscellaneous costs

associated with the first generation system amounted to approximately

$1250. For the time period during which he data was collected (approximately

6 months), the second generation system required approximately 80 manhourn



for design and setup, and approximately 050 manhours of operating time.

The second generation system operating costs over and above those for

(
the first generation system, thus amounted-to approximately, $1,8',u,

including manpower costs, with only.a very slight increase in prcetmed

satisfaction of the Jobs taken by the subjects. If an increase in

satisfaction, however, tight, or a.decrease in search time un the part

of the subjects, however slight, is deemed desirable, teen perhaps the

costs of the second generation system Call be justified. However, this

Netermination is one which requires further analysis and implies certain

policy decisions which this author Wh in as position to make. we

therefore draw no strong conclusions along these Lines at this time.

Certain other factors which might have contributed to tilt. result..

obtained are discussed below.

DISCUSC,1°N.

Each year many thousands of cullew. graduates begin their work careers.

Many others, e.g., high school seniors, vocational school and technical

program graduates, enter the 14bor force as well. The organization they

join is determined by mutual agreemertbetween the organization and the

graduate. The organization seeks to find the best person for the Joh

and the individual seeks to find the organization in which he feels

his needs will best be satisfied. Through a complex market composed or

a supply.of workers and the organizations' demands for their services,

individuals are matched with jobs. This study has focused upon how tbia

matching process might be effected more efficiently through the use of

0)0)
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computerized matching.Systeig rather than manual processes. While

researchers have traditionally focused on the process by which mn organi-

zation determines which of several applicants is best suited for the

job, comparatively little attention in the way of empirical investigation

has been given to studying the nature of the process by which an indivi-

dual determines the organizatiA with which he will accept employment.

This process has been termed "organizational choice behavior" (Vroom,*

1966). The focus of this study was a computerized approach to the Job

sear &h and job choice behavior of new teachers an4 their perceived

satisfactions with their new job resulting from their search efforts,

given that they had offers for jobs with which they had been matched.

An individual's assessment of the consequences following from the

selection of a particular job is subjectively determined by his value

system. The extent to which the person gets the outputs he .,ante in the

proportions he wants them constitutes the revel of occupational utility,

which is equivalent with the psychologist's "job satisfaction" (Kaldor

and Zytowski, 1969). Thus, the level of occupational utility is a func-

tion of a set of variables whicn the person belitves to be relevant to

his choice. The person's most preferred job sl.ould be that which he

expects will give him the most of what he wants-that one which maximizes

his occupational utility function.

An intuitively satisfying proposition is one wrAich suggests that an

individual's job search activity will terminate with him accepting a

job for which he has the highest probability or propensity to accept,

flit '4,31
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given no other overriding factors. This idea is conristent with the

maximization of occupational utility premise. The fact that the propor-

tion oc. subjects in the present study who cease jobs for which the predic-
t

.;*
ted ptopensity of acceptance was the highest among the alternatives

available to them was moderately greater than half for first generation

system subjects and scarcely greater than half for subjects used with

the second generation system does not appear to substantiate this pro-

position, however, if one were to expect considerably more than half the

subjects to choose jobs for which their propensity of acceptance who

highest.

While a number of the subjects chose jobs for which the predicted

propensity of acceptance was not the highest, the range of the subjects'

expressed perceived satisfactions with their chosen jobs ranged from

'0% to 100% for thc first generation subjects and 55% to 100% for the

second generation subjects, with the mean satisfactions being 86% and

88%, respectively. This might suggest that some of the subjects experienced

what Festinger (196k3) terms post-decisional cognitive-dissonance

reduction in which they more favorably evaluated their choice which known

to them, was not the best job which they might have had if certain factors

had not entered the picture. However, on closer examination of the data,

interesting sex differences were apparent, whereby female subjects in both

groups tended to evaluate their chosen jobs more favorably than did males.

These differences in stated job satisfactions were not significant nor

were within-sex comparisons between the exnerimental and control subjects



with respect to satisfaction with the chosen job. The name pattur. .11t!

apparent with respect to subjects' stated satisfaction will, the service

provided by the placement bureau. Thur, it appears males mi4lt have

been more critical in their job search process. Other field comildunn

or factors Which might have had an adverse effect on the rerults of the

present study are comparable to those we have experienced try

studies (cf. Huber, et. al., 1971; Ford, et. al., 1972) :

1. The job hunt and interview experiences of the Lubjectn, hrtween

time that they completed our first queL;tionnaire and the that they

actually accepted jobs. might have modified the subjective odds estImatee

of these candidates. The average time elapsed wan three month :;, due pri-

marily to the fact that any typically etid not make their chcioen until

shortly before the end of the academic yeer, rather than due to n 3?Ick of

availability of job alternatives. Thin could be :wen in the failure of the

second generation system subjects to take jobs significantly nonnur than

did the first generation system subjects even though the former had infer -

oration concerning the quality of the particular job match.

P. There was less than a one-to-one correspondence between the job

desired and the job obtained. Although it was not possible to empirloene

test this hypothesis, it certainly seems probable that some of the subjects

were not offered the jobs which they desired, either because the positions
I

were filled before they could apply or because they made a poor impression

at the interview, or for other unknown reasons.

1. Admittedly, a number of job choices were dictated by a rather

Overriding criterion which was not included in the predictive probability



22

model. An example criterion which applies to same candidates, which ww;

especially true of a good number of married or engaged female subjects,

is that they had to take u job in the commvity where their spouse took

his job, which may or may not have been the most desirable locality or

opportunity for that particular subject.

It appears that several import:Int issues remain unanswered by the resiats

of this study. First, do these subjects maintain their initial preferences

into the actual decision process when they choose a job from those positions

which are avail%ble to them? We have suggested that possibly they do not,

in some cases. Second, the results do not provide an indication of the

degree to which they envision employment in general as capable of satis-

tying their goals. Third, given that at timce the job hunt process of the

individuals is erratic and not stable, particularly with respect to their

preference models, is it possible to infer this as a possible cause for the

lack of substantial improvement in performance of the second generation

system over the first generation system? Fourth, is the cost of development

of more sophisticated computerized systems warranted in light of the results

obtained in the present study? Given the exploratory nature of the prstt

study, we are hesitant to extrapolate these results beyond the sample of

subjects used here. Therefore, we do not draw any strong conclusionv with

respect to these issues but do feel there is an urgent need for further in-

vestigation and empirical research along these lines.
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Requests for reprints should be addreiised to David L. Ford. Jr.,
grannert Graduate School of Industrial Administration, Purdue Unverzdt..
West Lafayette, Indiana 47907,

'1. Davies (1969) suggests application to the employment of the disadvantaged
worker. Huber and Ullman (1971) have reported on operating systems dusigiled
for this purpose and Huber and Falkner (1969) provide u more extensive report
on the effectiveness of computerized systems in general, with u diaeusHion
of the application of research findings to future cyntem design.

4. The subjects were notified, in most eases, only of jobs which met, their
minimum requirements, e.g., if a subject desired only a high school job he
was not notified of jobs at any other if

5. Annual Report, University of Wisconsin Teacher Placement Bureau,
Madison, Wisconsin, 1968, p.
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TABLE 2

THE FACTORS USED IN THE QUESTIONNAIRES
AND THEIR RESPECTIVE LEVELS

FACTORS

1. Type of Position: teaching, research, administrative,"
coaching, special services.

2. Level of Position: elementary, junior high, high school.

3. Size of Community:

4. Location:

less than 10,000; between 10,000-
1000,000; between 1000,000-400,C00;
greater than 400,000.

region, state, section of state and
city different from desired; state,
.section of state and city different
from desired; section of state and
city different from desired; city
different from desired; region, state,
section of state and city all corres-
pond to desires.

5. Salary: $6,000 to $14,000 in $1,000 increments.

aAdMinistrative positions were not included in the questionnaires of the
inexperienced candidates, as these subjects were not qualified for adminis-
trative positions
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TAME 3

OUTCOMES OF PERFORMANCE MEASURES FOR
COMPUTERIZED SYSTEMS

Performance Measure

1. Mean length of job search
(wks)

2. Mean satisfaction with
chosen job (Percent)

3. Mean satisfaction with place-
ment service(percent)

4. Mean predicted porpensity
of job acceptance

5. Percentage of vacancy notices
resulting in contacts

6. Percentage of subjects taking
jobs with highest predicted
probability of acceptance

lst Generation
System
(Control)

2nd Generation
System

(Experimental)

22.50 22.42
(111.4°) (n=45)

86 88

(n..32)a (n32)

67 62
(nu32) (n "32)

.68 .65

(n=40) (n=45)

7.15% 7.90%

614 53.'4

aThe difference in sample size is attributed to those persons who did not
return the second questionnaire used in the study.
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